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ABSTRACT
A STUDY ON MOTIVATION AND ORGANIZATIONAL CLIMATE TOWARD
WORKAHOLISM
The purpose of this study is to analyse the relationship between motivation and organizational 
climate toward workaholism among private employees in Kedah. Achievement motivation has 
been used to analyse the motivation of the employees. There are 66 employees who participated 
in this research over 100 employees. This study has used questionnaire to collect the data 
therefore, it is a quantitative survey study. IBM SPSS software has been used to analyse the 
data. Statistical analysis that been used is Pearson Correlation Analysis. The result from this 
study shows there is a significant relationship between motivation and organizational climate 
toward workaholism. This study has proof that Malaysia's employees also have a tendency to 
workaholism. Therefore, organization and human resource practitioner need to develop 
strategies to overcome this issues.
ABSTRAK
HUBUNGAN DIANTARA MOTIVASI DAN KLIMAK ORGANISASI DALAM 
KALANGAN PEKERJA SEKTOR SWASTA
Kajian ini bertujuan untuk mengkaji hubungan diantara motivasi dan klimak organisasi
terhadap "workaholism" dalam kalangan pekerja sektor swasta di Kedah. Pengaruh motivasi 
yang terlibat ialah motivasi pencapaian. Sebanyak 66 pekerja sektor swasta yang terlibat 
daripada 100 pekerja, Kajian ini menggunakan kaedah borang soal selidik untuk mengumpul 
data iaitu kaedah kuantitatif. Data daripada kajian ini akan dianalisis menggunakan perisian 
IBM SPSS. Analisis statistik yang digunakan dalam kajian ini adalah Kolerasi Pearson. 
Dapatan yang diperoleh daripada kajian ini menunjukkan terdapat signifikasi hubungan
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diantara kedua-dua faktor pencetus "workaholism " iaitu motivasi dan klimak organisasi. 
Kajian ini membuktikan pekerja di Malaysia juga mempunyai potensi untuk menjadi 
"workaholism "jika tidak dibendung. Oleh itu, pihak organisasi dan pengamal sumber manusia 





1.0 Background of study
According to Keown (2007), he addressed in General Social Survey 2005, there are 13 person of 
employed Canadians aged from 19 to 64 were identified as a workaholics, and that these groups were 
not happy with their work-life balance and wished they could spend more time with their family and 
friends. Apart from that, Brandongaille. com (2017) also stated the average of American employees 
received 13 days for a vacation but only 66% of the employee take the vacation leave. The other 34% 
of the employees has not taken any vacation leave for the whole year. Even though, there are 66% of 
the employees that take vacation leave but 30% of the employees has reported on constantly concern 
about their work even when they are on leave. This has supported the instruments that were introduced 
by Spence and Robbins (1992), defined there are three characteristic that contribute to the development 
of workaholism which are work involvement, work enjoyment and work drive. In their research, one 
of the finding that they write up is that employees who perceived high level of work involvement and 
low level of enjoyment are identified as workaholism.
Unfortunately, Malaysia also has been proved as the world's biggest workaholic employees in the 
Expedia's 2012 Vacation Deprivation Survey with almost 90% of the employees are still working even 
during their holiday (The Star Online, 2012). Additionally, Malaysia's employees has spent 40 hours 
per week on their work but they only received around 14 days for annual leave which is the lowest rate 
of annual leave among other countries and 15% of the employees that go for vacation also reported 
that they are still concern on their work.
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This shown workaholism is a serious matter that has impacted the worldwide. Workaholism was 
defined as an extreme and strong necessity to work that will impaired their health, happiness, social 
functioning and relationship just like alcoholism coined 27 years ago by Oates (1971). After that, 
several researcher has interested to study more about workaholism including the antecedents and 
consequences to the organization (Spence and Robbins, 1992; Robinson, 2000; Shimazu, Jonge, Ku 
bota, & Kawakami, 2014).
There a lot factors that supporting the development of workaholism. However, in this research paper, 
researcher are interested in studying motivation of the employees and organizational climate as the 
factors towards workaholism. Motivation is a part of employee's personal traits that can be enhanced 
by intrinsic and extrinsic factors (Beek, Taris, & Schaufeli, 2011) while organizational climate is a 
shared perceptions between employees in regards to organizational environment (Schneider, Ehrhart, 
& Macey, 2013).
In sum, this research paper is concerning about the developmental of workaholism especially on 
motivation of the employees and organizational factors. There still a need for additional research to 
study on workaholism as it can be due with various factors and lead to a lot of consequences. Therefore, 
this research paper will highlight the antecedents of workaholism at the private sector to give us not 
only the overview but also the additional information about this issue.
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1.1 Statement of problem 
Addiction towards work can be due to several factors such as perfectionist, loneliness and leisure 
boredom (Bovornusvakool, Vodanovich, Ariyabuddhiphongs, & Ngamake, 2012). Personality of the 
employees also a part of workaholism factors There are several researcher are interested in 
understanding which of the employee's personality traits can drive them to workaholism. For example, 
(Jackson, Fung, Moore, & Jackson, 2016) has tested a Big Five Model of personality with 
workaholism. Their findings shows that neuroticism facet has a bigger contribution to workaholism 
despite of other facets which are extraversion, conscientiousness, openness and agreeableness. There 
are also others researcher that worked on personality characteristic and workaholism such a study from 
Burke (1999) on Type A and Type B person and Bovornusvakool et al., (2012) on perfectionist.
However, only several studies has been done in examining the association between achievement 
motivation toward workaholism. Mentioned by Loscalzo and Giannini (2017), personality traits is a 
person's steady and hard to be changed. Therefore, they suggest that future research should emphasize 
on additional personal factors such as regulation of emotion, motivation and cognitive biases that 
influenced employee to become workaholism. They also has suggested in their clinical 
conceptualization of workaholism that future studies should analyse the interaction between 
organizational and personal characteritic to identify which of these two factors have a direct effect on 
workaholism.
Based on the myths of workaholism that has been conducted by Atroszko, Demetrovics, & Griffiths 
(2019), they indicate that personality of the employee's need additional clarification as it stills cannot 
be confirmed as a factors for workaholism. Therefore, more research are needed to confirm this 
relationship. They also has extremely suggest for other researcher to conduct a further transdisciplinary
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and integrative research regarding this relationship by including the micro level, meso level and macro
level of the organization to get a widen views of workaholism.
On the other hand, there is still a need for researcher to combine organizational environment and 
employee's personality as the key for workaholism. Ng, Sorensen and Feldman (2007), mentioned that 
it is important to have a research on both personal and contextual correlates because it give a broad 
understanding on how workaholism existed. Therefore, this study will be conducted to examine the 
relationship between personal factor which is achievement motivation and organizational climate 
toward workaholism.
1.2 Research objective 
It explains the purpose of conducting this research. These objective are divided by two which are 
general objective and specific objective.
General objective: 
To examine the achievement motivation and organizational climate towards workaholism in private 
sectors.
Specific objective: 
1. To identify the relationship between motivation toward workaholism. 




Independent variable Dependent variable
This research paper is crucial to understand factors contribute to workaholism and which of these 
factors can influence employees to become addicted towards their works in the organization. This 
research also can give the information to the organization about how employee's perception can impact 
their working environment. Furthermore, this research will give advantages for this company to 
provide intervention or come out with a new system that can reduce their employees tendency towards 
workaholism It helps the organization to identify their own company climate is supporting their 
employee to become a workaholic workers. There are 2 independent variables and 1 dependent 
variable for this research.
Two independent variables that will be tested in this research paper are achievement motivation, 
overwork climate and the dependent variable is workaholism. Achievement motivation is a 
characteristic of the employees that drive them to do their work in the organization. Next, overwork 
climate was derived from organizational climate that include organizational working environment. 
Working environment also can lead the employee to work hard if their surrounding also supporting 
this culture and climate.
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1.4 Research hypothesis 
These following are the hypothesis in this study. 
Hi: There is a significant relationship between achievement motivation and workaholism. 
H2: There is a significant relationship between organizational climate toward workaholism.
1.5 Definition of term
WORKAHOLISM 
Conceptual Definition 
Workaholism means a workaholic's behavior toward their work which make them spent extra time 
and energy and it more in line with modem construct (Construct, 2014). They may experience 
subjectively loss control in one domain which can effect another domain. This involvement may lead 
to the negative effect to the person. 
Operational Definition 
This term is a workaholics tendencies that include impatience, internal compulsion to work and need 
for control (Bovornusvakool et al., 2012).
ACHIEVEMENT MOTIVATION 
Conceptual Definition 
Achievement motivation been divided into two regarding to the regulatory focus theory (RFT). This 
theory separate the two motivational factors which is promotion and preventive factors (Beek, Taris, 
& Schaufeli, 2014). It reflects the action of the employee to pursuit and avoid negative events in their 
career development (Jordan, Lockwood, Jordan, & Kunda, 2015). 
Operational Definition
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It has two parts which are promotion and preventive. Promotion orientation was constructed with the 
needs of materials resources and body resources. Preventive orientation was constructed with 
introversion, consciousness and emotional instability (Elsamen, 2011).
ORGANIZATIONAL CLIMATE 
Conceptual Definition 
Organizational work climate in term of conceptual definition is a climate when their own supervisor 
encourage them to work overtime and expect the employees to follow it (Mazzetti, Schaufeli, & 
Guglielmi, 2014). The organization itself is supporting this behaviors especially the manager and the 
supervisor. 
Operational Definition 
It is the perception of the employee itself on their work environment that expects them to perform 
work beyond working requirement such as work unpaid overtime job and work during holiday.
1.6 Significance of the study 
There are several contribution about this study that can used as an additional information regards to 
workaholism. There are two contribution in this study which are contribution to the knowledge and 
organization.
7
Contribution on knowledge 
This present study contribute to knowledge by widen the understanding of developmental of 
workaholism. It is useful for both party, organization and employee especially for the private company. 
Privatize company that well known as a company that focus on generating income for their business 
will force their employees to work harder without realizing the consequences of those behavior. 
Therefore, there is a need for the organization to minimize the negative consequences that will 
eventually affect their employees and organization. As the goes saying, prevention is better than cure.
Contribution on organization 
The result that has been collected from this organization can be used for others organization before 
implementing certain strategies for their business purposes. Management need to ensure their 
employees will be able to achieve a work-life balance. Therefore, they need to develop or modify 
certain strategy to help their employees achieve a high satisfaction on their work but at the same does 
not abandon their leisure time. It is because employees that achieve high satisfaction on their job will 
be able to perform better and increase their productivity. Apart from that, organization also will be 
able to understand that working environment also play an important role toward workaholism. 
Unhealthy environment will give bad affect for the reputation and the performance of the organization 
for a long-term. Therefore, it is crucial for the organization to provide a positive environment for the 
employees.
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1.7 Limitation of this study 
There are several limitation in conducting this study. Firstly, this study has difficulty in finding the 
respondents to answer this questionnaire especially for male respondents. Mostly the male candidates 
were not refuse to answer this questionnaire. Therefore, this questionnaire has been dominated with 
female employees. Next, the sample size for this study also small because it is hard to find a respondent 
that can give a full cooperation to participate in this study. This factors will affect the Cronbach Alpha 
value of the questionnaire. This study also be dominated with female respondents in which can affect 
the finding for this study. Due to this reason, it might affect the result for this study. Apart from that, 
there also several questionnaires that has been received cannot been used for this study because the 
answer has only one option. Next, this study also has limitation because it is a self-answered survey 
method. We cannot know the actual working practices at their workplace. The answer from the 
respondents also can be bias because of internal and external factors.
1.8 Summary 
This chapter has explained about the importance of this topic to be addressed due to several 
recommendation from past research. This chapter have present the objective of this research with the 
conceptual framework that will helps readers have a clear understanding about this research. It is also 




2.0 Motivation and workaholism 
Motivation is a heart of understanding why people being a workaholism. In this study, achievement 
motivation has been taken into analyzing factors that influence employee's behavior to turn into 
workaholic. Achievement-related personality traits share the same attribute with Type A and Type B 
personality, perfectionist and obsessive-compulsive personality that can be as a determinant for 
someone to turn out to be preoccupy with their work (Ng et al., 2007). Based on their conceptual 
paper, they have indicated that employee investing their time as they perceived their target is an 
important component in the organizations. In addition, it also show individual with a high value for 
achievement and self-direction have a high percentage for workaholism.
Having a productive employees is important for the organization resilient and effectiveness. In order 
to increase employee's productivity, organization has develop many initiative to increase productivity 
of their employees either by giving monetary benefit or non-monetary benefit. Based on the peer 
reviewed by Hanim, Mohamed, Zulkifle, and Bin (2016) study that consists 161 participants in 
Malaysia, having a right reward system and give it to the right employees can make the employees 
become more motivated in doing their job and it enhance their participations in the organization. 
However, this system need to be monitor properly by the upper management to reduce the tendency to 
become workaholism.
It is also stated by Douglas and Morris (2006) in their conceptual paper, working for a long time due 
to motivation for doing that task have a strong relationship with a workaholism. Employees are willing 
to sacrifice their leisure time as long as they can acquire their desire income and interest. This study
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shown that workaholism also can be measured by time spend in doing job when the money is the 
regulating factors that drive this investment Achievement oriented employees has been group as a 
competitive person and it can make them working vigorously for advancement in their career and a 
strong career identity (Mazzetti et al., 2014).
Ng et al. (2007), indicate in their study of achievement motivation related traits, it shown employee 
has high exposure to become addicted toward their work, if they perceived a high achievement 
motivational traits. 
This has supported the first hypothesis. 
Hi: There is a significant relationship between achievement motivation and workaholism
2.1 Organizational climate and workaholism 
Working environment also must be taken into consideration for the development of workaholism. For 
the past few years, working environment has been known as organizational climate and culture. 
Organizational climate is an analysis that include both analysis for the individual and organizational 
level (Chaudhary, Rangnekar, & Barua, 2014). Their study consists of private and public company that 
focus on junior, middle and senior level of business with 375 participations. Organizational climate at 
first has been differentiate into three characteristic which are one organization may not be the same 
with another organization, it relatively enduring over time and it shaping employee's behavior in the 
organization (James & Jones, 1974). It is also been considered as factors for enhancing performance 
and attitudes of the employees.
Other than that, to extent the understanding of organizational climate Mazzetti et al (2014), has stated 
that organizational climate is a shared perception among the employees that were tied with policies, 
practices and. procedure as well as rewarded behavior that they observe and they replicate it in
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organization. As mentioned by Quinones et al. (2016) in their longitudinal study on permanent 
employees that participated by 516 respondents, organization that has an overwork climate become a 
behavior that were acceptable by social community as it also has been supported and compensated by 
many organization. Organization can involuntarily be as a pusher and enablers for the employees to 
become addicted towards their work. Ng et al. (2007) has agreed workaholics employees does not 
enjoy doing their work because they feelling of "should" working rather than they love to do their 
work. This can be due to work environment that the employee perceived in the organization. Thus, this 
term of organizational climate is a combination the perception about values that were practiced in their 
work environment.
A study on health industry employees with 791 respondents which located in Italy that conducted by 
(Mazzetti, Schaufeli, Guglielmi, & Depolo, 2016), found that overwork endorsement has correlation 
with workaholism. Overwork endorsement means that employee climate perception that related to the 
management that support overtime work and this support can shape the habit of the employees in a 
workplace. They also indicate employee that work without any reward for their overtime has a 
tendency to be workaholism and it has no correlation with work engagement.
Apart from that, a study from Johnstone and Johnston (2005) with 151 respondents in services sector 
based in New Zealand shown that employee that exposed to the strong work pressure in the 
organization tend to have a high level of inner compulsive in which related with workaholism. It is 
also being supported by study from Mazzetti et al., (2014), consists of manager from different 
company located at Dutch in Italy has indicate in their study, development of workaholism was not 
only promoted by employees personality but also happened when employees perceived their 
workplace is supporting this attitude. Their study also has shown that there is a relationship between 
overwork climate and workaholism. They addressed that organization climate that forcing their
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employees to work beyond the requirement without any benefit can enhance the tendency of the 
employees toward organization. 
This has supported the second hypothesis. 
I: There is a significant relationship between organizational climate and workaholism.
2.2 Theory related to this study 
Conservation of resources theory (COR) has been taken for further understanding about this problems. 
Hobfoll, Halbesleben, Neveu and Westman (n. d. ), addressed this theory started when an individual are 
motivated to gain, preserve, nurture and defend their central values or their key resources. This theory 
is applicable when the employee feel threatening for their key resources, losing their key resources and 
fail to gain their key resources with certain amount of effort. Resources for the employees can be from 
various thing including matters, conditions, individual characteristic and energies (Grandey & 
Cropanzano, 2000).
Holmgreen, Tirone, Gerhart, and Hobfoll (2009), underlined resources can be identified individual 
internal and external locus of control. It is also can be analyzed as factors that give employees energy 
and motivation to acquire and retain their external resources. In this research paper, resources is the 
employees struggle to gain is promotion and they will try to avoid unexpected situation that can head 
them for losing their resources. This theory emphasize that employees that gains key resources not 
only undergo stress but also build a reservoir of sustaining resources 
for time of future need (Hofholl 
et al., n. d. ).
In this study, employee that wanted to achieve goals for their career success will looking forward for 
a promotion in workplace. Employee will seek for promotion as it is a career advancement and work
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harder towards. However, this attitude unconsciously has driven them to become workaholic's 
employee. Working beyond requirement is crucial for their career advancement (Harpaz & Snir, 2003). 
Employee also will trying to avoid their failure at the workplace because it could harm resources that 
they have acquire or will acquire (Revelle, 2014).
2.3 Summary 
To conclude, this chapter contain with past similar finding that related to achievement motivation, 





3.0 Research design 
This study has been carried out in Kedah, Malaysia. Private company has been undertaken to 
understand this concept because private company is a profit-oriented company. This research design 
is a quantitative study using cross sectional survey method. This quantitative method is usually used a 
sampling in developing a representative sample. This questionnaire is a self-report questionnaire and 
it is to determine the correlation between achievement motivation and organizational climate can 
impact the employee to become workaholic worker.
31Po ulation 
Sampling technique is a method in which the number of individuals will represent the large population 
and it can be generalized for that particular population. As in this study, the number of employee that 
will answer this question can give an overview information about their perception toward organization 
and their work. Sampling for this study is non-probability method which is simple random sampling. 
This method have been chosen because it is a convenient method. This method is also less cost method 
and it can be done in short time. 
These are the formula that can used to understand the number of employee should be 
taken for this study:







S= Size of the sample 
N= Size of the population 
p= Population proportion or 0.5 
q= (1-p) or 0.5 
e= Degree of the accuracy in the sum of error in the population possibility, where e=
0.1
Z= Confidence level at 1.625
' 1'11US, 
So = (1.625)2 (0.5)(0.5) 
(0.1)2
= 66.02




= 40 respondents 
Thus, minimum respondents required for this study is 
40 respondents. Therefore, this research will 
distributed to 100 respondents in selected company. This sampling used 
for this research is to ensure 
participants for this study are reliable.
3.2 Research Instrument 
At the beginning of the questionnaire, all participants 
being informed about the purpose of this study 
with confidential and security so that the employees can give the actual answer 
for each of these 
question. This study has 4 section which is Section A, Section B, 
Section C and Section D (Appendice
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A). Section A is for demographic factor contains with 4 question. This section is focusing on the
gender, age, marital status and their working hours for one weeks.
Section B is for achievement motivation by Lockwood et al (2002) with 9 items. Number 1 until 9 is 
for the preventive orientation and promotion orientation. For example, "I frequently think about how 
can I prevent failure in my life" for the preventive orientation and "I frequently imagine how I can 
achieve my hopes and aspiration" is for the promotion orientation. Scale used to answer this question 
is also 5 Likert scale (1= "strongly agree" to 5 = "strongly disagree"). Cronbach alpha for this question 
are 0.82 (Patel, Bowler, Bowler, & Methe, 2012). Employee that score a high scale for this 
questionnaire are persistent to achieve their success. They are affected by the external information that 
they perceived in the organization (Jordan et al., 2015). This section will be tested using Pearson 
Correlation in SPSS.
Section C is for organizational climate (Mazzetti et al., 2014) that consists of 8 items with 5 Likert 
Scale (1= "strongly agree" to 5 = "strongly disagree") from question number 10 until 17. "It considered 
normal for the employees to take their work home" is an example of the items in this section. This 
questionnaire will explain how the employees perceived their workplace. This section will be tested 
using Pearson Correlation in SPSS.
According to (Clark, Michel, Zhdanova, Pui, & Baltes, 2016), there are three scales that broadly used 
to address workaholism which is Workaholism Battery (WorkBat) by Spence and Robbins, Work 
Addiction Risk Test (WART) by Robinson and Dutch Workaholism Scale (DUWAS) by Schaufeli, 
Shimazu and Taris. Even though, it has different names and items in the scale but each of these scale 
are concentrating on the employee addiction towards work.
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Even though, WorkBat is more suitable for this study as it consist an internal consistency, face validity 
and also have a convergent validity with work and personal variables (McMillan, Brady, 
O'Driscoll, 
& Marsh, 2002) but this study is not concerning about engaged and disengaged employee. 
Therefore, 
WART by Robinson (1989) will be used to examine the tendency of the employee to become 
workaholism..
This section is to identify the chances of a person to become workaholic 
by using WART (Robinson, 
1989). It has 7 items and these item is concentrating for the need 
for control from question number 18 
until 25. For example, "I get angry when people don't meet my standard of perfection". 
This item used 
with 5 Likert scale (1 = "strongly agree" to 5 = "strongly 
disagree"). Employee that have a high score 
for this question defined as a person who is perfectionist in 
doing their job and it causes impatience, 
irritation and anger towards others. It happened when work 
is not suitable to the perfectionist standards 
(Patel et al., 2012). Cronbach alpha for this questionnaire 
is 0.85 (Yaniv, 2011). This question will be 
tested with SPSS and use a Pearson Correlation.
3.3 Summary of research instrument 
Table 1






Achievement motivation by Lockwood et al 
(2002) 
Organizational Climate by Mazzetti et al. 
(2014)















Even though this study is a cross sectional survey method but this study is using a pre-cognitive 
interviewing to identify the validity of the questionnaire. This method is differ from pilot test because 
employee will be interviewed about the questionnaire. This session is to focus on the questionnaire 
itself rather than the usual pilot test that used to key in data in the SPSS. Pre-cognitive interviewing is 
to ensure that the respondents understand the meaning of each question of the questionnaire.
According to Waddington and Bull (2007), this techniques is more accurate techniques because 
respondents need to retrieve and recall their memory about their job. It also provide a meaning for the 
interviewees. It can help the employees give their understanding about that question (Waddington and 
Bull, 2007). Therefore, four employees are choose randomly and these employee are not allowed to 
answer again this questionnaire when it distributed to their company. 
3.5 Pre Test Result 
This result is taking information based on respondents comment on the questionnaire. There are four 
respondents that have been interviewed. All the respondents for this interview are female but only 
respondent number 2 is married.
Respondent 1
First respondent can answer the question but for demographic question on how many hours per week 
did you spend to work, she stated that it depends on their works and months in a year. They came back 
from work at 5 p. m during the early year and 6.30 p. m at the end of the year. She also mentioned my 
questions is not too long which can make them give a right answer.
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Respondent 2
Second respondent can answer this questionnaire but she suggest me to change the words 
`berimaginasi' with another word that more suitable with the questions. For example, question number 
one `soya selalu berimaginasi mengenai perkara buruk dan takut ianya berlaku pada saya' changed 
to `saya selalu memikirkan tentangperkara negatif yang akan berlaku kepada saya'. She also suggest 
that it is clearer if I used the correct words for question number 15, 13 and 23.
Respondent 3
Third respondent can answer this question but she did tells me it is good if I can make the questionnaire 
more specific and have a relatable example with the organization especially for question number two, 
three, four, 14 and 20. For example, question number three `I often worry that I will fail to accomplish 
my career goals'. Career goals can be their key performance indicator. It is good if I can give a relatable 
example.
Next, question number four `I typically focus on the success I hope to achieve in the future' is too 
general. This question is for promotion orientation so she suggest to use appropriate for the success 
word. Then, she also say that question number two is not synchronize between question in English and 
Bahasa Malaysia.
Respondent 4
Respondent number four state that she can answer the question but some of the question in Bahasa 
Malaysia is not understandable especially question number seven. Next, question number 18 and 24 is 
likely a psychometric test. It is more toward analyzing the leadership style of a person and some of the 
questions usually been used for a promotion. For example, she mentioned that question number 19 is
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usually used to analyse whether the employee's is multitasked in doing job. She indicate it for the 
organization work environment and culture is about employee's adaptation in the organization.
In summary, respondents number one and four state that question number one until is likely a 
psychometric test that currently been used in their organization. All of the respondents addressed that 
question in Bahasa Malaysia need to be improved and choose suitable words that related with the 
organization. Translating the questionnaire might be useful for some people in the organization but it 
is important to keep the question precise and understandable
3.6 Summary 
Basically this section is about explaining method been used to collect data and analysis to generate the 
data. This chapter consists of research design, population, research instrument and pre-test.
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CHAPTER 4 
DATA FINDINGS AND RESEARCH ANALYSIS 
4.0 Cronbach Alpha Value
Cronbach alpha value is to test the reliability and validity of the questionnaire. Cronbach Alpha 
Value is considered valid is the value above 0.5. In overall, this questionnaire can be considered as 
reliable and valid.
4.1 Summary of Cronbach Alpha Value
Table 2
Variable Item Value of Cronbach Alpha 
Independent Variable 
Achievement Motivation 9 0.889 
Organizational Climate 8 0.619 
Dependent Variable 
Workaholism 7 0.662 
Total 24 0.849
4.2 Demoaraphic finding
This section consist with four sub question which are gender, age, marital status and average
working hour per weeks.
Gender
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There are 66 employees has answered this questionnaire and 26 from the respondents are male with 
39.4% percentage while 40 respondents are female with 60.6%. In general, this questionnaire has 
been dominated with female respondent.
Age
Within 66 employees that has successfully answered this question, the researcher has divided this 
into 5 range. Majorities of the respondent are from aged 31 until 35 with 25 respondents and 37.9%. 
The second one is respondents that aged between 25 and 30 with 17 respondent and 25.8% then 
followed by 11 respondents that aged from 36 until 40 with 16.7%. Next, respondents that aged from 
41 up until 45 has 9 respondents with 13.6%. Lastly, the minorities that answered this questionnaire 
is respondents from the aged of 46 until 51 with 4 respondents and 6.1%.
Marital Status
Majority of the respondents from this study are married with 38 respondents and unmarried 
respondents with 28 respondents. Percentage for married employees is 57.6% while unmarried 
employees is 42.4%.
Average working hours for one week
All of the respondents from this study which is 66 respodent has stated they worked for 48 hours for
one week and percentage for this question is 100%.
23
4.3: Summary of Demographic Findint!
Table 3
Variable Frequency (n) Percentage (%)




25 - 30 17 25.8 
31- 35 25 37.9 
36 - 40 11 16.7 
41-45 9 13.6 
46 -51 4 6.1
Marital Status Not Married 28 42.4
Married 38 57.6
Average Below and 48 hours 66 100 
working hours 
per week
4 .4 The relationship 
between Motivation and Workaholism analyzed by Pearson Correlation 
Hal: There is a significant relationship between motivation and workaholism among private
employees.
This hypothesis has been analyzed by Pearson Correlation because it has a normal distribution for 
this questionnaire. Based on the result that has been generate by SPSS, it shown, there is a significant 
relationship between motivation and workaholism (r = 0.306, p = 0.012, p < 0.05). Then, this
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hypothesis is positive and weak relationship between motivation and workaholism because the r-
value is (r = 0.306). Thus, this hypothesis is failed to reject.
This finding are consistent with findings from (Mazzetti, Schaufeli, & Guglielmi, 2014; Ng, 
Sorensen, & Feldman, 2007; Douglas, Morris, Douglas, & Morris, 2006). It shown that employees 
that have a high achievement motivation have a high tendency to workaholism. This can be due to 
benefit or initiatives offered by the organization that fit with employee's need. Employee that have a 
high achievement motivation will working excessively because of high sense of accomplishment and 
they assume it will make them happy.
For instance, this study indicate that personality characteristic of the employees can be as predictor 
for the employees towards workaholism especially when they have high achievement motivation. 
That is why they willing to work beyond the requirement as long as they can achieved their target.
4.5 The relationship between Organizational Climate and Workaholism analyzed by Pearson
Correlation
Hat: There is a significant relationship between organizational climate and workaholism among
private employees.
Result from Pearson Correlation analysis shown that there is a significant relationship between 
organizational climate towards workaholism (r = 0.361, p = 0.003, p<0.01). Organizational climate 
and workaholism was found to have a weak and positive relationship. As the p-value is less than 
0.01, this hypothesis is failed to reject. Hence, there is a significant relationship were found between 
organizational climate and workaholism.
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This finding also been supported by research conductd by (Quinones, Grif, & Kakabadse, 2016; 
Mazzetti, Schaufeli, Guglielmi, & Depolo, 2016; Johnstone and Johnston, 2005) that indicate 
workaholism has a relationship with working environment that employees perceived. According to 
these several studies, they indicate that employees will build an obsessive and compulsive 
personality if they were exposed to strong working environment. This finding further support the 
motivation of the employees have a connection with workaholism.
A possible explanation for this study maybe due to their working environment and top management 
has supported these behavior by giving a recognition or benefit for those who work after working 
hours in front of other colleagues. Therefore, peers will replicate this behavior in order for them to 
"success" in doing their job.
4.6 Dominant factor toward workaholism 
The most dominant factors toward workaholism is motivation of the employees. It is because p-value
for this factor is 0.0 12 rather than 0.003 which is the p-value for organizational climate.
Therefore, this study shown that motivation of the employees have a direct influence for the 
employees to become workaholic because of the promotion that been offered and punishment for the 
employees. Afraid of being punish by the organization has make the employees work harder and 
increase their working time to avoid the punishment. This achievement motivation is an added values 
to the employees toward workaholism because employees have their own target that need to be 
accomplish for their career advancement. Thus, it has been proof that this motivation of the 
employees can develop has a greater effect for the employees to become workaholic.
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4.7 Result of Pearson Correlation Analysis toward Achievement Motivation and
Organizational Climate toward Workaholism
Table 4
Variable Pearson Correlation 
(1) (2) (3) 
1. Achievement 1 
Motivation 
2. Organizational 0.337** 1 
Climate 
1 3. Workaholism 0.306* 0.361**
**. Correlation is significant at the 0.01 level (2-tailed) 
*. Correlation is significant at the level 0.05 (2-tailed)
27
4.8 Summary of hypothesis testing for this study
Table 5
Hypothesis Hypothesis Statement Test Result 
Hai There is a significant relationship Pearson r-value = 0.306 
between motivation and Correlation p-value = 0.012 
workaholism. p< 0.05 
Fail to reject 
Ha2 There is a significant relationship Pearson r-value = 0.361 
between organizational climate and Correlation p-value = 0.003 





5.0 Summary of finding
This study purposes is to analyse the relationship between achievement motivation and organizational 
climate toward workaholism. Finding from this study shown that there is a significant relationship 
between achievement motivation and organizational climate toward workaholism. There are 66 
employees from private sector at Kedah has been taken as respondents to analyse this relationship. 
This study is a quantitative survey method therefore, IBM SPSS (Statistical Package for the Social 
Science) software has been used to analyse this data. Pearson Correlation Analysis has been used to 
analyse the relationship between achievement motivation and organizational climate toward 
workaholism.
This question are divided into 4 section and likert scale rating has been used for section B, C and D. 
There are 5 likert scale rating for the section B, while section C and D was used 7 likert scale rating. 
This differences of the scale to keep the respondents aware with the questionnaire. Questionnaire from 
this study was adopted from past research to make sure this questionnaire are reliable and valid. 
Finding from this study shows the majority of the respondent are female, aged from 31 until 35, 
married and working hours per week are below and 48 hours with 60.6%, 37.9%, 57.6% and 100% 
respectively.
Result from this study shows, there is a significant relationship between achievement motivation 
toward workaholism with (r = 0.306, p = 0.012) and there is a significant relationship between 
organizational climate toward workaholism with (r = 0.361, p = 0.003). For instance, the two 
hypothesis from this study is accepted with a weak and positive relationship. Employees are motivated
29
to their work because they are afraid of being punished or terminated because this is a private company, 
employees with a poor performance will be terminated or downgrading.
Employees also motivated to do their work because they have their own target in the company such as 
being promoted and recognized. In order to acquire those target, they willing to spent most of their 
time doing their work. Furthermore, if employees perceived their organization is supporting them to 
do work overtime without being paid, it will enhance employee's achievement motivation because 
organizational climate has a significant relationship with workaholism. Thus, both of this study has a 
correlation with workaholism.
5.1 Implication to organization 
This present study makes several noteworthy contribution to the organization because it shown that
employees motivation and organizational climate contribute towards workaholism in the organization. 
It gives a new insight for the organization to understand how employee's motivation can lead them to 
workaholism. It is importance to organization to make sure their employees are not attach to do their 
job for a long time because it can reduce their productivity. Even though, employees that motivated to 
do their job over their working hours without any incentives will give benefit to the organization but 
for a long run it will slowly diminish the employees and the company itself. Employees will no longer 
appreciated their achievement, enjoy doing their work and unable to perform their job well. In order 
to reduce this behavior, organization need to ensure they only reward their employees based on their 
work done and shows support on their non-work matters. Besides that, finding from this study also 
indicate that organization responsible to build good organizational climate such as organizational 
climate that emphasized on growth oriented culture and learning culture rather than achievement 
oriented culture. Growth oriented culture means that employees have an opportunity to learn and 
develop themselves in the organization. Organization need to provide a finance and moral support for
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the employees. It is because having a support from people surrounding in organization can helps
employees to coordinate their own motivation in doing their job.
5.2 Implication to Human Resource Practitioner 
This findings has important implication for the Human Resource Practitioner in developing any
strategies to their organization. It is because they need to understand their employees and their 
organizational climate first to prevent employees from being workaholics. Result from this study also 
shows employees are motivated to do their job as long as they can gain their target and organizational 
climate also factors for workaholism. Therefore, Human Resource Practitioner need to use another 
strategies to improve employee's motivation such as providing non-monetary benefit. They also need 
to ensure employees share the same and positive thinking in the organization. Therefore, HR 
practitioner are advised to have a right team because it can build a positive working environment. This 
activities also can help employees involve in decision making in organization. Organization that have 
a channel for employees to voice out their opinion can create a great and positive workforce 
environment. Apart from that, they also can emphasize manager or supervisor to stimulate a positive 
behavior in daily interaction among colleagues. This Interaction will help the organization to achieve 
their objectives which is producing a positive working environment. This finding is important for 
Human Resource Practitioner perspective because they will realize how important it is for employees 
to have work-life balance to improve their productivity.
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5.3 Recommendation
Recommendation for future research 
Future research can give attention on organizational climate element such as leadership, reward system 
and peers support to have deeper understanding on factors affecting employees to workaholism. It is 
also beneficial for the future research to study on workaholism influence toward managerial and non- 
managerial employees. Future research will be analyse which of these two group of employees have a 
high tendency toward wokaholism.
Recommendation for organization 
Organization need to ensure their employees being rewarded based on their workload and work done 
while overtime will only being paid if it were asked by the organization. This will decrease the 
tendency of employees toward workaholism. Organization also responsible to create a growth oriented 
culture and learning culture rather than achievement oriented culture. In order to so, organization need 
to encourage first line manager to focus on growth and learning culture at the workplace. Focusing on 
the leadership can foster the development of positive culture at the workplace. Lastly, organization 
also need to ensure their reward system is effective for employees and efficient for their organization.
Recommendation for Human Resources Practitioner
Based on this finding, Human Resources Practitioner are advice to revise employee's job description 
and link it with their workloads to prevent unpaid or overpaid wages. This will help the employees to 
perform their job based on their responsibility. Employees will not spent a longer time for their works 
because it will not give any advantages for them. Apart from that, it is crucial for the Human Resources 
Practitioner to ensure every employees in the organization has their own career planning and
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development. This will eventually develop a positive working environment because they will not 
comparing their achievement with other colleagues as they already have their own path in the 
organization. On the other hand, Human Resource Practitioner also need to ensure their employees 
have a better work-life balance plans. It will helps their employees to overcome themselves from 
workaholism.
5.4 Conclusion
This research has analyse that achievement motivation and organizational climate has a direct effect 
on workaholism. Therefore, organization need to develop a strategies that will encourage their 
employee's motivation to do their work but at the same time have a balance in work and family. It is 
because workaholic employees can give negative consequences if they are not being monitored by the 
organization. Organization plays an important role in enhancing workaholism at workplace. It is also 
important to the organization to create a positive and growth organizational climate because it can 
enhance employee's productivity and performance.
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UNIVERSITI MALAYSIA SARAWAK (UNIMAS) 
FAKULTI SAINS KOGNITIF DAN PEMBANGUNAN MANUSIA 
KMF 2024: METODOLOGI KAJIAN
Tajuk Kajian: Kajian hubungan diantara personaliti dan organisasi faktor terhadap 
workaholism.
Research Title: The study of personality and organization factors toward workaholism . 
Nama Pengkaji: Anies Syuhada Binti Pakrol Rozi (55492) 
Borang soal selidik ini mengandungi dua bahagian iaitu bahagian A: Faktor demografi, bahagian B: 
Motivasi pencapaian; orientasi pencegahan dan orientasi promosi, bahagian C: organisasi kerja kuat 
dan bahagian D: workaholism. Anda diminta untuk menjawab keempat-empat bahagian tersebut dan 
dimaklumkan segala maklumat yang diberi oleh anda adalah rahsia dan hanya digunakan 
untuk tujuan kajian sahaja. Borang soal selidik ini mengambil masa kurang daripada setengah jam 
untuk anda membaca dan menjawab dengan jujur. Kerjasama daripada anda, kami dahului dengan 
ucapan ribuan terima kasih. Sekian. 
This questionnaire consists of ' 4 section namely section A: Demographic Factors, section B: 
achievement motivation; prevention and promotion, section C: overwork climate and section D: 
workaholism.. You are needed to answer all the section and all the information given by you is 
confidential and it will be used for the purpose of the study only. This questionnaire will take 
approximately less than an hour f ör you to read and answer it honestly. Your cooperation is highly 
appreciated. Thank you.
Bahagian A: Faktor Demografi 
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Status diri/ Marital status
Not married Belum berkahwin
Married/ Sudah berkahwin
Berapakah purata jam bekerja dalam seminggu yang anda Iuangkan untuk bekerja? 
How many average work hours per weeks did you spend to work?
Bahagian B: Motivasi pencapaian 
Section B: Achievement motivation 
Soalan pada bahagian ini memerlukan respondent untuk menjawab mengikut skala dibawah. / 















0 1 2 3 4 5 6 
Tidak Beberapa Sekali Beberapa Sekali Beberapa Setiap 
pernah kali sekala kali sekala kali hari 
dalam dalam dalam dalam dalam 
setahun sebulan sebulan seminggu seminggu 
atau atau 
I kurang kuran
No. Soalan% Questions 0 2 3 4 5 6 
1 Saya selalu berimaginasi mengenai perkara 
buruk dan takut ianya berlaku terhadap saya. / 
I often imagine myself experiencing bad things 
and ear what might happen to me. 
2 Saya selalu berfikir dan takut mengenai diri 
saya pada masa hadapan. / 
I often think about the person I am afraid I 
might become in uture. 
3 Saya selalu risau saya akan gagal dalam 
mencapai sasaran karier saya . / I often worry 
that I will ail to acccomplish my career goals. 
4 Saya selalu berfikir bagaimana saya boleh 
mencegah kegagalan dalam hidup saya. / I 
frequently think about how I can prevent 
failures in my lie. 
5 Saya selalu fokus terhadap kejayaan yang saya 
harapkan untuk masa hadapan. / 
I typically focus on the success I hope to 
achieve in theuture.
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6 Secara amnya, saya seorang yang fokus untuk 
mencapai pencapaian yang positif dalam hidup 
saya. / 
In general, I am focused on achieving positive 
outcomes in my lie. 
7 Saya selalu berfikir mengenai seseorang yang 
saya impikan untuk menjadi di masa hadapan. / 
I often think about person I would ideally like 
to be in the future. 
8 Saya selalu berimaginasi mengenai perkara 
yang baik dan berharap is berlaku terhadap 
saya. II often imagine myself experiencing good 
things that I hope will happen to me. 
9 Saya selalu berimaginasi mengenai bagaimana 
saya akan mencapai aspirasi dan harapan saya. / 
I frequently imagine how I will achieve my 
hopes and aspirations.
Soalan pada bahagian seterusnya menggunakan Skala Likert 5 mata, dimana 1- sangat tidak setuju, 
2- tidak setuju, 3- neutral, 4-setuju dan 5- sangat setuju. 
Next part of questions is based on 5 point Likert Scale, which 1- strongly disagree, 2- disagree, 3- 
agree and 4- strongly agree.
Sangat tidak 
setuju 
Tidak setuju Neutral Setuju Sangat setuju 
1 2 3 4 5
Bahagian C
Section C
No. Soalan/ Questions 1 2 3 4 
10 Melakukan kerja yang lebih adalah penting untuk 
kenaikan pangkat. / 
Performing overwork is important to be promoted. 
11 la dianggap normal jika bekerja pada waktu cuti. / 
It is considered normal to work on weekends. 
12 Kebanyakkan pekerja bekerja melebihi waktu bekerja 
yang ditetapkan. / 
Most employees work beyond their o icial work hours. 
13 la dianggap normal jika pekerja membawa pulang ekerja 
ke rumah. / 
It is considered normal for employees to take their work 
home. 
14 Hampir semua orang berharap pekerja untuk melakukan 
kerja lebih masa tanpa dibayar. / 
Almost everybody expects employee to perform unpaid 
overtime work.
41
15 la sangat susah untuk mengambil cuti atau cuti bergaji. / 
It is difficult to take a day off or paid holidays. 
16 Organisasi mengalakkan bekerja lebih masa. / 
Management encourage overtime work. 
17 M Bekerja lebih masa akan dihargai oleh organisasi. / 




18 Saya menjadi tidak sabarjika saya perlu menunggu 
seseorang atau apabila sesuatu perkara itu mengambil 
masa yang lama seperti barisan yang bergerak perlahan. 
I get impatient when I have to wait for someone else or 
when something takes too long, such as long, slow 
moving lines. 
19 Saya menjadi rimas apabila saya diganggu ketika saya 
sedang embuat sesuatu. 
II get irritated when I am interrupted while I am in the 
middle of somethin . 20 Pasa saya, kerja seolah-olah tidak cepat atau kerja tidak 
dilakukan dengan cepat untuk disiapkan. / 
Things do not seem to move fast enough or get done fast 
enough or me. 
21 Saya hilang kesabaran apabila kerja tidak menjadi 
seperti yang saya inginkan atau tidak sesuai dengan 
saya. / 
I lose my temper when things don't go my way or work 
out to suit me. 
22 Saya menjadi marah apabila orang lain tidak menepati 
standard kesempurnaan saya. / 
I get angry when people don't meet my standard of 
perfection. 
23 Saya menjadi sedih apabila saya berada di dalam situasi 
yang saya tidak dapat kawal. / 
I get upset when I am in situation where I cannot be in 
control. 
24 Saya kecewa dengan diri sendiri kerana melakukan 
kesilapan yang kecil. / 
I et upset with m sel or making even smallest mistake.
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